Purpose: The aim of the present study is to analyze the differences in work engagement in terms of occupational groups (teachers, nurses, physicians, policemen, telesales operators, blue collar workers, employing in accounting/finance, sales representatives, welfare services/rehabilitation, office workers in public sector, and bank and IT employees), job position (managerial and nonmanagerial), age, and gender in Polish sample of employees. Methodology: A cross-sectional questionnaire survey was conducted among 3186 employees representing different occupational groups. The measure was the Utrecht Work Engagement Scale (UWES-9) by Schaufeli and Bakker (2003) . To examine differences in work engagement in terms of occupational group and age, one-way ANOVA and post-hoc tests (Tukey's HSD) were conducted. Differences in work engagement concerning job position and gender were performed using independent samples t tests. Findings: The findings indicated that employees differ in work engagement depending on studied factors. In terms of occupational group, the most engaged are sales representatives, welfare services/ rehabilitation, and teachers, and least engaged -telesales operators and blue collar workers. Older employees (+50) appeared to be more engaged than youngers, as well managers in comparison to non-managers. While women reported higher level of absorption and dedication than men, but no gender differences were observed in regard to vigor. Implications: Results show that occupational factors, as profession and job position, as well demographic ones should not be ignored in relation to work engagement. Managers, in order to increase engagement among their subordinates should pay special attention to some groups of employees in terms of age, gender, and the occupation. Originality/value: The current study extends previous research by examining occupational and demographic differences in the level of work engagement. To the best of author's knowledge this is the first examination of this type conducted in such large sample among Polish employees.
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Most investigations on work engagement concentrates on organizational or personal determinants of this phenomenon, as well consequences like job performance or work-related wellbeing (i.e. Shimazu et al., 2015; Narainsamy and Westhuizen, 2013; Rothmann, 2008; Bakker and Bal, 2010) . The aim of current study is to analyze the work engagement in terms of individual factors, but mainly related to professional sphere. One of them is occupational group. Specificity of occupation results from job tasks and duties or/and work environment adjusted to the profession (or vice versa). The few studies investigated this relations indicate, that the level of work engagement may depend on occupation (Innstrand, 2016; Schaufeli et al., 2006) . Another analyzed factor in relation to the work engagement is job position: managerial and non-managerial. As people who holds power should demonstrate higher level of soft skills in comparison to their subordinates, it is predicted, that managers are more engaged at work also. These assumption is also supported by empirical investigations. For example, in studies by BabcockRoberson and Strickland (2010) found the association between work engagement, charismatic leadership, and organizational citizenship behaviors. The last studied factors in terms of work engagement are age and gender. Results of some studies indicate that older workers report higher level of work engagement (e.g. James et al., 2010 James et al., , 2012 Robinson et al., 2004; Towers Perrin, 2005; Schaufeli et al., 2006) , what seems to be contrary to common knowledge and assumptions. In turn, gender turned to be differentiating factor of the level of engagement at work in studies by Bakker and Schaufeli (2003) and Stayn and grobler (2016) , and to some extent by Schaufeli et al. (2006) .
Determinants of work engagement are usually explained by the Job DemandsResources (JD-R) model (Demerouti et al., 2001) . Job demands refer to those aspects of the job that require sustained physical and /or psychological effort (Bakker et al., 2003) and are related to certain physiological and/or psychological costs. Examples of job demands are work pressure, role overload, poor environmental conditions. Job resources help the individual to achieve work goals, stimulate personal growth and development, and buffer impact of job demands. Direct relationships between work engagement and job resources, like performance feedback, support from colleagues or supervisory coaching was also confirmed in empirical studies (e.g. Schaufeli and Bakker, 2004) . It seems, that some occupations are associated with certain job resources and job demands regardless of work place. For example, the occupation of supermarket cashier characterize low task variety and high demands associated with monotony and physical constraints. Thus, in line of JD-R model it can be assumed that work engagement among representatives of that occupation is lower in comparison to, e.g. managers whose work is rich with diverse tasks.
Work engagement can be considered at level of personal resources also (see: Bakker et al., 2008) theory (1989, 2006) . According to that concept, individuals acquire and maintain resources in the form of objects, personal characteristics, conditions, and energies. Primarily, Hobfoll's theory was developed in order to explain people's behaviors in stressful circumstances -the more resources one possess, the more resilience to stress he/she is (Hobfoll, 1989 Schneider (1987) to some extent. According to Schneider, attraction to an organization, selection by it, and attrition from it yield particular kinds of persons in an organization…. However, it concerns organizational setting, but it can be applied to the occupation or job position also. Especially, as Schneider refers to Holland's theory (see : Schneider, 1987) . As fitting job -person belongs to personal resources through meeting individual needs, people usually choose such occupation which are correspond to their dispositions, values, etc. In other perspective, occupation attracts people with certain dispositions. In turn, HR managers in recruiting try to select the best candidates on given position in terms of not only professional skills but also personal dispositions. Thus, people who represent some occupational groups may represent certain dispositions, which, in turn, can be associated just with work engagement, what confirmed some investigations. It was found positive relationships between work engagement and some personality traits, like extraversion, agreeableness, conscientiousness, openness to experience (Zaidi et al., 2013) , sense of coherence (Bezuidenhout and Cilliers, 2010) , Type A behavior (Hallberg et al., 2007) , optimism, self-efficacy, self-esteem (Xanthopoulou et al., 2007) , resilience, and active coping style (see : Bakker et al., 2008) .
Thus, based on theoretical assumptions and some empirical studies, it is predicted that representatives of different professions differ from each other in terms of work engagement (Hypothesis 1) and employees who hold managerial position are more engaged in the work than non-managers (Hypothesis 2). As regards age, in line with common knowledge it seems that younger employees should be more engaged at work then elders, because youth associates with energy, vitality (vigor), enthusiasm and motivation to live and act. But, results of studies are contradictory with this assumption (e.g. James et al., 2011; Robinson et al., 2004; Towers Perrin, 2005; Hoole and Bonnema, 2015) , so it is predicted that older employees are more engaged in the work than younger ones in studied THE ROlE OF OCCUPATIONAl AND DEMOgRAPHIC Magdalena Jaworek 48 sample as well (Hypothesis 3). Concerning the relationship between gender and work engagement, these few studies indicate higher level of work engagement in comparison to women (Bakker and Schaufeli, 2003; Steyn and grobler, 2016) , thus it is predicted gender differences in Polish sample also (Hypothesis 4).
Research methodology
Data were gathered between 2012 and 2016 by psychology and management students of SWPS and Jagiellonian University in Poland. Collected data were used in their MA theses.
To examine differences in work engagement in terms of occupational group and age, one-way ANOVA and post-hoc tests (Tukey's HSD) were conducted. Differences in work engagement concerning job position and gender were performed using independent samples t tests. As in some cases, groups are obviously unequal (i.e. 585 to 89 in occupational groups, or 371 to 1066 in age groups) it was decided to perform random selection, fitting size of the groups to the smallest one within studied factor. In case of occupational group it was selected 100 subjects per occupation. Three occupational groups because of small size (equal or less than 80) were excluded. Moreover, two age groups were combined: 51-60 and +60, because the last one was relatively small (n=62). In all cases, levene's tests for equality of variances have been passed (p > 0.05).
Method
Work engagement was measured with short version of the Utrecht Work Engagement Scale (UWES-9), which includes three 3-items subscales: Vigor (M=3,55; SD=1,25), Dedication (M=3,95; SD=1,31), and Absorption (M=3,57; SD=1,30). Internal consistencies (Cronbach's alpha) for the whole scale was α=,91, and for subscales: α=,82 (vigor and dedication), and α=,76 (absorption). The Polish version of the UWES-9 was retrieved from www.schaufeli.com. All items were scored on a 7-point scale ranging from 0 (never) to 6 (always).
Sample
The sample included 3186 Polish employees consisting of 62,7% women and 32,5% men (4,8% did not mentioned its sex). About 31,5% of studied sample were aged under 30, 33,5% were between 31 and 40, almost 21% between 41 and 50, near 12% between 51 and 60, and almost 2% were aged over 60 years. The major occupational groups included in the sample are teachers (18,4%), nurses (11%), and bank employees (9,7%). About 9,5% of the sample were people who hold managerial position. The most of studied were employed with the current work place between 3 and 5 years (20,8%); on the current position -3 and 5 (23,6%) years. Average work experience is almost 14,5 years (SD=10,4), and work time per week: 41 hours (SD=11,52). Details contains the 
Results
The comparative tests showed that occupational group, job position (managerial vs. non-managerial), age and gender differentiate employees both in total score of work engagement and in most cases its dimensions -vigor, dedication and absorption.
As regards occupational groups, it was found, that the most engaged employees at work represent so diverse professions as sales representative, welfare services/ rehabilitation, and teachers. In turn, the least level of work engagement are reported by telesales operators, blue collar workers, and employing in accounting/ finance. However, each of the three engagement dimensions show a somewhat different patterns. For instance, sales representatives obtained the highest score in dedication and absorption, but relatively low -in vigor (lower than six other studied occupational groups). Details contains the 5 > 1,7,9,11,12 3 > 1,11 8 > 1,11 4 > 11 2 > 11 10 > 6 > 11 5,10 > 7=9 > 11 5,10 > 12 > 11 10 < 1,6,7,9,11,12 3,5,8,10 > 1 > 11 11 < 1,2,3,4,5,6, 7,8,9,10,12 5 > 1,7,9,11 10 > 1,7,9,11 3 > 1,7,9,11 4 > 1,7,9,11 6 > 9,11 2 > 9,11 12 > 9,11 8 > 9,11 3,4,10 > 7 > 11 3,4,5,10 >1 >11 2,3,4,5,6,8,10,12 > 9 11 < 1,2,3,4,5,6, 7,8,9,10,12 10 > 1,7,9,11 3 > 1,9,11 5 > 9,11 2 > 9,11 8 > 9,11 6 > 9 4=12 10 > 7 3,10 >1 11 < 2,3,5,8,10 9 < 2,3,5,6,8,10
10 > 1,7,9,11,12 5 > 1,7,9,11 3 > 1,7,9,11 8 > 9,11 4=2 > 9,11 6 > 11 10 > 12 > 11 3,5,10 > 7 > 11 3,5,10 > 1 < 11 9 < 2,3,4,5,8,10 11 < 1,2,3,4,5,6, 7,8,10,12 ***p<,001; a all displayed inequalities are statistical significant at p<,05 In case of job position, obtained results are in accordance with predictions. People who holds managerial positions reported higher overall work engagement, as well in regards to all three dimensions (see : Table 3 ).
Significant differences concerning the work engagement were observed also in terms of age. Surprisingly, older employees are more vigorous, dedicated, and absorbed in their work, than they younger fellows. However, it must be stressed that significant differences in total score of work engagement, dedication and absorption were observed in regard to employees between 20-30 and above 41 years old, and 31-40 and above 50 years old. The level of vigor was significant higher only among people 50+ in comparison to rest age groups. Details contains the F (3,1718) 6,227*** 9,331 *** 8,042 *** 9,094 *** Tukey's HSD 1, 2, 3 < 4* 1 < 3*,4* 2 < 4* 1 < 3*,4* 2 < 4* 1 < 3*,4* 2 < 4* *p<,05; ***p<,001 Table 4 . One-way ANOVA and Tukey's HSD tests -multiple comparisons for age groups in work engagement gender, as other factors taken into consideration in current study, appeared to be significant in relation to work engagement also. It was observed, that women are slightly more engaged at work, than men, as regards total-scores on the UWES, as well dedication and absorption. No gender differences were observed in vigor. These results are partially contrary to findings by Schaufeli and Bakker (2003) , who found that men are more dedicated and absorbed in their work than females. Details contains the 
Discussion
The aim of the study was examine the role of occupational and demographic factors in relation to work engagement. The findings confirmed that occupational group, job position, age and gender are associated with work engagement, and all formulated hypotheses (1, 2, 3 and 4) were supported. However differences in mean levels of engagement within studied factors are, although significant, relatively small and they have not exceed the size of one standard deviation. Nevertheless, findings indicate that work engagement is complicated phenomenon and requires to be explored in terms of not only organizational or psychological factors, but individual determinants also.
In current study, the most engaged employees turned to be sales representatives, welfare services/rehabilitation, and teachers, and the least engaged at work -sales operators and blue collar workers. Similarly to findings of current study, teachers among other occupational groups reported high work engagement in examination by Smulders (2006 , cited in: Bakker, 2009 ) and Schaufeli et al. (2006) . However, Innstrand (2016) found, that teachers in comparison to seven other studied occupational groups were the least vigorous. The least engaged employees in comparison to other studied occupational groups turned to be telesales operators and blue collar workers. These outcomes are in line of others investigations to some extent. Relatively low result in work engagement was obtained by blue collar workers comparing to managers, educators, and police officers in study by Schaufeli et al. (2006) . These occupations seems to be associated with few resources (low wages, low social recognition, weak prospects of opportunities for development, etc.) and high job demands (low task variety).
Each occupation (and job position) provides the individual different resources in the form of prestige, proper wages, sense of safety or/and meaning, abilities of personal development, etc. Also, practicing the occupation are associated with certain job resources and job demands regardless of the work place. It seems, that some occupations provide individuals more resources than others, and that is why they are more desired. In line of JD-R model and COR, more resources leads directly to well-being, what can be translates into the rule: The more you get (in sense of resources) from what you do, the better you feel, the more you satisfied with your job, and finally -are engaged with your work. Similarly, the results concerning higher work engagement among mangers can be clarified. Managerial position is usually associated with higher job control and autonomy in compared to people who are not managers. And, job control belonging to job resources, is related to job satisfaction (i.e. Finn, 2001).
However, resources can be regarded also from individual point of view. There are occupations which are attractive for some people because of other reasons, than high wages and/or prestige. They decide to work in professions which are underpaid and not necessary prestigious, but are related e.g. to certain mission, 53 THE ROlE OF OCCUPATIONAl AND DEMOgRAPHIC Magdalena Jaworek as helping others. In current study, two occupational groups who turned to be the most engaged in comparison to others, belong to so called social services jobs. Usually, people who decide to work in social services are mainly motivated by desire to help others, which is the need of higher order than for example social prestige. Maybe, sense of mission activates positive affective-cognitive states, like internal motivation and enthusiasm, which are associated with work engagement. However, this explanation should be verified in further investigations. Especially, that two occupational groups in that study, which are belong to social services also, i.e. nurses and physicians reported medium or lower level of work engagement in comparison to rest occupations. On the other hand, organizations attract people with certain dispositions (see : Schneider, 1987) , what may relate to occupational groups also. In current study, the highest level of work engagement reported sales representatives. This occupation is associated with direct interpersonal contact, assertiveness, and activity, what is related to the extraversion (see : Zawadzki et al., 1998) . Extraverts, as value interpersonal contact, seek the job, which is associated with it. In turn, HR managers choosing the best candidates on position of sales representatives who have interpersonal and persuasive skills, what is the basis of that occupation. Thus, most of sales representatives are extraverts what correlates with work engagement (Zaidi et al., 2013) . In the same vein, findings concerning higher work engagement among managers can be explained.
Results of the present study regarding higher engagement among older employees comparing to youngers are confirmed by other investigations (Schaufeli and Bakker, 2003; Schaufeli et al., 2006; Haley et al., 2013; Pocnett et al., 2015) . Schaufeli and Bakker (2003) found that older employees reported higher engagement in the work than youngers, however the amount of shared variance was rather small (below 2%). Haley et al. (2013) found that older employees were more dedicated than their younger counterparts. In turn, studies by Pocnett et al. (2015) revealed positive relationship work engagement with age, but only among Swiss workers (not foreign ones).The findings can be explained by the COR theory to some extent. As people grow older, the more emotionally mature they are, the more personal competencies they have and generally they are more experienced, both in the work as in life. These personal resources may be translated into job satisfaction, performance and just engagement. In Kim's and Kang's studies (2017) it was found that well-regulated emotion and strong commitment to career mediate the relationship between age and work engagement. Age is also strictly associated with generational cohort, which displays certain characteristics and contributes in their own way to the workplace (Hoole and Bonnema, 2015) . Hoole and Bonnema (2015) observed that representatives of Baby Boomer generation, as the oldest one, obtained higher level of work engagement and work meaningfulness in comparison to younger fellows -representatives of X and Y THE ROlE OF OCCUPATIONAl AND DEMOgRAPHIC Magdalena Jaworek 54 generations. This result can be explained by natural changes in human life also. People above 50 years (the most engaged in that study) seem to be less burdened with parental responsibility because their children usually do not require care and attention as children of younger fellows. Therefore, older employees may concentrate on his job and engaged with it to more extent. Broader explanation of higher work engagement among older employees includes the work by James et al. (2011) .
In turn, slightly higher total score in work engagement, as well in dedication and absorption among women in comparison to men, seems to be interesting in the face of findings of other studies. Higher work engagement was reported by men in studies by Schaufeli and Bakker (2003) and Steyn and grobler (2016) . In cross -National study by Schaufeli et al. (2006) , in which used data from ten countries, it was found that in only three of them, women had higher scores in work engagement (or in some of dimensions) compared to men. Maybe, results concerning gender differences should be considered in social and/or culture context rather, than in regard of psychological theories (see also : Jaworek and Dyląg, 2015) .
Results of current study are rather descriptive in character, so they should be treated as a starting point to further, correlational investigations. As studied construct is associated with many positive outcomes, both for individual and organization, it is important to investigate which factors influence high and low work engagement. Do they belong to personal traits or organizational environment? Or maybe they are related to specific professional job tasks that exceed average abilities of individual. It is especially important if employers must tackle with situations of low job performance, high job turnover and absenteeism, what is associated among others with low work engagement (Ali and Baloch, 2009; Schaufeli and Bakker, 2004) . So, it is worth to answer the question: what is wrong with that profession, which representatives have less vigor, are less absorbed and dedicated to their job (e.g. telesales operators or blue collar workers), and what can we do to improve it? And what is special in some professions of high engagement (e.g. sales representatives), what can be applied to other occupational groups. Results of that study are useful for managers also. They should pay more attention to younger employees providing them more support, and value elder ones, who are more committed to their job, than youngers, and probably more loyal to the organization.
Current research enrich the knowledge about the work engagement, especially among Polish employees. However, this study has several limitations. First of all, although sample includes diverse occupational groups, it does not fully reflects the occupational structure of population in Poland. Moreover, it did not taken into account all occupations, what would be difficult enough, but comparative analyses 55 THE ROlE OF OCCUPATIONAl AND DEMOgRAPHIC
Magdalena Jaworek of that factor should be treated with caution. The analyses of interactions between analyzed occupational or demographic factors in relation to work engagement would show its specificity in more details.
